ABSTRACT
INTRODUCTION
A conflict has generally been defined as a situation in which two or more parties strive to acquire the same scarce resources at the same time. Scholars generally agree that there needs to be more than one part to have a conflict, and that the time factor is important. What does cause concern is the term scarce resource. The central point in this argument is scarcity, but resources need also be included in the discussion. Peter Wallensteenq has pointed out that resources are not only economic in nature, and that the terminology might miss conflicts involving economic orientation, human security, environment, historical issues, etc. Such conflicts are not necessarily about resources, and when they are, these resources are, more importantly, not necessarily scarce. A conflict is, moreover, in many cases based on perceptions, rather than on attitudes or behavior as it has generally been defined.
CONFLICT MANAGEMENT -CONCEPTUAL BACKGROUND
Conflict has both positive and negative effects. It can be positive when it encourages creativity, new looks at old conditions, the clarification of points of view, and the development of human capabilities to handle interpersonal differences. Unfortunately, the term "conflict" has only the connotation of "bad" for many people; so much so that they think principally in terms of suppression, giving little or no attention to its more positive side. Rico emphasizes this by stating that it seems entirely likely that many, if not most, organizations need more conflict, not less. Tjosvold (1998) complements this statement arguing that conflict is not the opposite of cooperation but a mechanism that allows perceiving benefits of cooperative work. Furthermore, conflict is considered psychologically and socially healthy. It is psychologically healthy because it provides a breather for frustrations and enables a feeling of participation and even of joy. And it is sociable healthy because it encourages opposition to the status quo and provides conditions for social chances and democracy stemming from pluralism and respect to diversity. Therefore, conflict is ubiquitous, not necessarily dysfunctional and can be required to defy people to perform and stimulate progress.
SIGNIFICANCE OF THE STUDY
The conflict resolution strategies that were considered in this study include avoiding, smoothing, forcing, compromising and confronting strategies. Avoiding strategy involves physical removal of oneself from conflict. Shows minimal concern for both parties involved in conflict and mostly results in a lose-lose situation between employees and employers. Smoothing strategy involves putting great emphasis on the concern for one's own detriment while accommodating the other party's concerns. Here neither the management nor the superiors loses or wins. Confronting strategy involves handling conflict directly and solving it to a mutually satisfactory resolution. Here both the management and the employees win. According to Newstrom (2007) in most organizations conflict among different parties is unavoidable and sometimes the amount of conflict is essential. Therefore it is important for management to employ different conflict resolution strategies to encourage harmony and good working relationship with employees.
REVIEW OF LITERATURE
Mooney (2014) affirmed that conflict naturally arises when employees are discriminated against based on their gender. Workers can have problems relating to one another when there is unfair treatment by management to certain employees. Workers might argue instances of bias as they fight for equality in their place of employment. For example, if a male employee is junior to a female employee but is still promoted ahead of her, it will probably be difficult for the woman to accept this man as a supervisor, and she might argue with management regarding this decision.
Miller and Vaske (2015) used survey analysis to measure the changes in reported interpersonal and social values conflict over a more than 10-year period at the Vail Pass Winter Recreation Area (VPWRA) in central Colorado. The results showed interpersonal conflict decreased over the period for both non-motorized and motorized recreationists. Both groups, however, continue to report interpersonal conflict even with an established zoning system. Despite an established active management approach at the VPWRA, social values conflict among non-motorized recreationists increased over the period. One important finding was that despite a system of zoning at the VPRWA, there are areas with both non-motorized and motorized recreationists present. These mixed-use areas, it was hypothesized, may have been responsible for the lingering interpersonal and social values conflict.
STATEMENT OF THE PROBLEM
The management of M/s Karvy Computershare and M/s Anand Rathi feels that the total qualitative productivity in terms of customer/investor services satisfaction of their companies can be further enhanced as per the demand of the Industry requirement. Moreover, researcher argues that companies selected under study have suffered, and are still suffering from the phenomenon of conflict either between individuals or between groups, departments and organizations. This concept is supported by experts who suggest that the factors causing all types of organizational conflict need to be studied in-depth in the M/s Karvy Computershare and M/s Anand Rathi units.
M/s Karvy Computershare and M/s Anand Rathi companies have consistently faced many problems, such as managerial, technical and financial problems, which have led to low productivity and customer/investor services. Based on the perceived relationship between performance and organizational conflicts, Interpersonal Conflict may be one of the managerial problems causing interpersonal conflict [IPC] in the selected units of the study and will not address the factors that cause other types of Organizational conflict. Thus, this research gap [research problem] has been identified as there is no known existence of any research under taken on the factors causing IPC in the selected units under study.
OBJECTIVES OF THE STUDY
The objectives of the present study are proposed of the following objectives:
 To examine the effect of strategies adopted for managing interpersonal conflict on organizational performance.  To examine the perceptions of the employees in the organization under study.
 To offer suggestions to minimize the inter-personal conflicts and to improve conducive environment for organizational success.
HYPOTHESIS OF PRESENT STUDY
In line with the objectives stated above, the following hypotheses were formulated and tested for the purpose of the study. H 1 : Strategies adopted for managing interpersonal conflict do not significantly affect organizational performance.
METHODOLOGY OF STUDY Research Design
In pursuance of the above mentioned objectives and hypotheses, the following methodology was adopted for the study. It is an empirical method based on both primary and secondary data. The first objective of the study was pursued by the collection and analysis of data from secondary sources whereas all the other objectives have been achieved by collection and analysis of primary data.
Sample Design
The study follows proportionate sampling design. The list of sampling units and sample respondents status wise is given as follows: The study follows proportionate sampling design, the researcher could not select sample randomly because the risk that the respondents randomly selected might not cooperate in data collection. Since reliable data willingly provided by the respondents is very crucial for the study, the researcher has selected samples based on their willingness to provide data. Hence, to study the sampling adequacy
Data Collection
This study consists of primary data that are the responses from employees obtained through the questionnaire. The secondary data in this study was represented by the various relevant studies previously conducted and was referred in most of the chapters in this study. The tertiary data in this study comprises of Bibliography and other indexes.
Since, the researcher has already served in the organization under study, got ample opportunities to mingle with all the cadres of employees. Also, the researcher had actually experienced the working conditions, environment, culture, change and also other problems among the employees, regarding adapting to the recent technological developments. These factors prompted me to feel about the Interpersonal Conflict (IPC) Management concept in the organization. These factors enlightened me to make an attempt to study the effect of the conflict management in the organization and felt that this may expose the pros and cons of the IPC prevailing at present. Taking the line on the above aspects, the experience and the knowledge gathered in the organization made me to construct the questionnaire tool, on his own.
The researcher also conducted a pilot study among 60 employees of the sample organizations. He observed that the employees found the questionnaire devoid of ambiguity and had abundant clarity of purpose and it was easy to respond in minimum duration.
LIMITATIONS OF STUDY
The proposed study is confined to  The research work has been carried out only in few selective Offices of selected units and the findings may not be applicable to the other branches.  The sample has been collected using random-sampling technique. As such result may not give an exact representation of the population.  Normally, employees hesitate to disclose the information so it leads to preconception.
RESULTS AND DISCUSSION
Based on the findings from this study, the researcher recommends the following suggestions. Here are some methods in life skills to effectively deal with interpersonal conflict. Conflict resolutions in this study provide some effective interpersonal communication skills:
Efforts should be made by the managers to occasionally stimulate constructive task conflict by encouraging divergent views and rewarding staff and department for outstanding performance while relationship conflict should be completely prevented.
Outcomes of interpersonal conflict should not be overlooked by managers and accounted for as part of the normal outcomes of doing business but should be minimized by clarifying to staff at large where to go for advice in case of conflict and build peer-support structure of conflict advisors.
Managers should develop diverse but appropriate strategies to resolve and manage conflicts as they arise before escalating to unmanageable level.
Proper communication procedures should be put in place to resolve conflict. For instance, when any disagreement arises among the employees, it should be reported to the management and then management should get statements from the parties involved, brainstorm the issue and make recommendations on how to resolve the conflict for better work culture and ethos. 
